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11 October 1979

MEMORANDUM FOR: Deputy Director for Science and Technology
Deputy Director for Operations
Deputy Director for Administration
Deputy Director for National Foreign Assessment
Deputy to the DCI for Resource Management
Deputy to the DCI for Collection Tasking
General Counsel
Legislative Counsel
Inspector General.
Comptroller
Director, Equal Employment Opportunity
Director of Public Affairs

FROM . Deputy Director of Central Intelligence
SUBJECT . Senior Intelligence Service - Draft Advance Work
: Plan

1. Attached is a preliminary draft of supplemental guidelines
for the preparation of the Advanced Work Plans (AWP), an integral
part of the SIS Performance Appraisal system. The SIS AWP and
the Performance Appraisal system are the basic documents upon
which performance awards and/or bonuses will be based.

2. I would Tike you to review these guidelines ASAP and
comment back to the Office of Personnel by COB Monday, 15 October.
The AWP will also be discussed at the 18 October SIS Conference.
After review and revisions as appropriate, I expect to issue the
guidelines before the end of October.

3. A1l supervisors of SIS members will be expected to prepare
the AWP, discuss it with their SIS staff members and reach agreement
on the AWP by 1 November 1979. The SIS members will be evaluated
against the agreed upon work plan by 1 October 1980. Obviously, the
supervisor and the SIS member to be rated must reach agreement not
only on key priority objectives, but also how measurement of key
objectives will take place.
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11 October 1979

- MEMORANDUM FOR: Deputy Director for Science and Technology
wliegees ol 0 Deputy Director for Operations
" Deputy Director for Administration
Deputy Director for National Foreign Assessment
Deputy to the DCI for Resource Management
Deputy to the DCI for Collection Tasking
General Counsel
Legislative Counsel
Inspector General
Comptrolier
Director, Equal Employment Opportunity
Director of Public Affairs

FROM : Deputy Director of Central Intelligence
SUBJECT : Senior Intelligence Service - Draft Advance Work
‘ Plan

1. Attached is a preliminary draft of supplemental guidelines
for the preparation of the Advanced Work Plans (AWP), an integral
part of the SIS Performance Appraisal system. The SIS AWP and
the Performance Appraisal system are the basic documents upon
which performance awards and/or bonuses will be based.

2. 1 would like you to review these guidelines ASAP and
comment back to the Office of Personnel by COB Monday, 15 October.
The AWP will also be discussed at the 18 October SIS Conference.
After review and revisions as appropriate, I expect to issue the
guidelines before the end of October.

: 3. Al1 supervisors of SIS members will be expected to prepare
the AWP, discuss it with their SIS staff members and reach agreement

~ on the AWP by T November 1979. The SIS members will be evaluated
against the agreed upon work plan by 1 October 1980. Obviously, the
supervisor and the SIS member to be rated must reach agreement not
only on key priority objectives, but also how measurement of key
objectives will take place.
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4. T expect, in addition to individual work goals, that
supervisors of SIS members will also take into account office/division
level goals and directorate goals as well. The AWP should reflect

.-;bOth the organizational goals and the individual SIS member goals.

‘,,;ﬁﬁfﬁg;fs, At the end of the first year's experience, I expect
- an in-depth evaluation of the SIS system inctuding an analysis
= of the AWP. ) '

’STATINTL

. 6. 1 appreciate your continuing support as we launch the

“ STATINTL
rank C. Carlucci

Senior Intelligence Service system.

Attachments

cc: DCI
Director of Personnel
SA/DDCI (Mr.

Distribution:
1 - Each Addressee
- DCI
- DDCI
- ER
D/Pers.
- DD/Pers
- DD/Pers/P&C
- €/SIS/SS
. - b/Pers Chrono
1 - D/Pers Subject
SA/DDCI:skm (110ct79)
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SUPPLEMENTAL GUIDELINES FOR THE PR&PARATION AND APPLICATTO¥ OF
: - ADVANCE WORK PLANS FOR
-~ MEMBERS OF THE SENIOR INTELLIGENCE SERVICE

- r.}_ GENERAL

"The retently approved Senlor Intelllgence Serv1ce (SIS) for*CIA establlsheq o

TR Ty W

) ng 1ts?severa1 prov151ons a new compensatlon system\fer SIS members;;,;;j;;\

t e"annual Performance Appralsal Report (PAR) and determlnatlons oi e11g1b111ty “

fbr con51derat10n for substantial monetary awards 1n recognltlon oi excellence

'of performance or for continued retent1on as a member of the SIS.

II. ADVANCE WORK PLAN

1. The new PAR requires consultations between rated SIS officers and their
supervisors to establish Advance Work Plans for the upcoming evaluation period.
During their meetings, supervisors must confirm that rated officers understand
R .the general provisions of the SIS System and are aware of the SIS performance
: - appraisal and compensation provisions within the SIS System. Active participa- =
»:tion of SIS members is vital in the process of identifying and agreeing on
= - major work objectives, job elements and performance standards. Standards
| developed mutually by the supervisors and SIS members should be more obJectlve

and realistic and more likely to be measurable and quantlflable Effectlve

two way communlcatlon between superv1sors and the SIS members regardlng,progress ":¥1yf

V-meetlng performance standards is essential throughout the ratlno cycle.
Performance standards and job elements must be recorded in writing. The advantage
"<«of’wr1tten standards are that they clarify exactly what is expected of SIS - H;

nembers and, if srgned and dated by the SIS members and superv1sors prov1de

Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090015-9
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”j]'ddéuﬁeﬁtation-that standardsbhave~been deveioped, what théy are, and that
'“'fthey’are nnderstood'by the SIS member. Sigﬁificanf modification to the

performance standards during the performance appraisal cycle must also be

in wrltlng

3ﬁfﬂ2;- The Advance Wbrk Plan (see examplesattached) 1s a multlpurpose-work-

ﬁ””fsheet whlch is to be used for all SIS members to record:

- & Priority of major work objectives;
b. Major work objectivesand responsibilities;
el Job elements [required results (utputs)];

d. Performance standards [criferia for measuring required results
(output)];

e. Modifications, if any, to the major work objectives, job elements
or performance standards at the beginning of the rating cycle;

f. Annual evaluative rating for each major work objective (derived
from PAR);

g. Acknowledgement from the supervisor and the employee that work
objectives and responsibilities, performance standards and job elements

- have been established and discussed and that periodic progress reviews

have been held.

o (a) Priorities (Section (a) of AWP)

Some work objectives are more important to mission accomplishment than

- others and deserve more evaluative credit or weight.

-(b) Major Work Objectives and Responsibilities (Section (b) of AWP)

An accurate description of current work objectives and responsibilities

is essentlal for a properly prepared AWP and responsibilities fbr the SIS

Approved For Release 2002/01/082' CIA-RDP89-01114R000300090015-9
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member's-position. These should 1nc1ude : organlzatlonal obgectlves-relatlve

toTthe m1351ons of the c0mponent or. spec1f1c toplcal obJectlves e;tabllshed h
”by hlgher managerlal authorlty (e.g., "'cascading" downward from DC[/DDCI to

--magor components to subordlnate components, to individuals); and individual

oblectlves whlch are spec1f1c tasklngs to the rated offlcer Wthh generally

__late to those contlnulng respon51b111tles that are 1nherent aspects of the
51t10n a551gnment (such. -as’an objective to ‘provide. spec1f1c tralnlng for: sub—

uordlnates or for an individual to accomplish specific tralnlng, etc.). A work-

ment of Equal Employment Opportunity requirements when they are within the
Tated individual's scope of responsibilities.

(c) Job Elements (required results) (Section (c) of AWP)

If the performance appraisal process is to contribute to overall
productivity (mission accomplishment), it is essential that we measure the
results that we achieve and not the things we do to achieve them.

o Prbductivity is a measure of oﬁtput. A statistician would measure

Tfproductivity by the number of reports prodﬁced rather than the rolls of
.calculatoi tape used. In just the same way, we should focus on results.
Renorts received, meetings attended, calls answered, letters dictated all

TR are m measures of input. It is mot how busy an indiviual has been but what

:‘s,accompllshed The accompllshments are results.

No manager or executlve is pald to be busy. They'afe'paid to achieve

“results. Accomplishment related performance standards tell us what we have

...achieved, not what we have done.

~Approved For Release 2002/01/08 :1CIA-RDP89-01114R000300090015-9
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) message was ”I don t know where I*m g01ng, but I'm maklng great tlme:' wa

proved For.Release 2002101108 : CIA-RDP89-01114R000300090045-9 .

There once was a pllot fIYIHg the»Pac1f1c thSG last recorded radlo

would you appraise the performance of that pilot? Did his "great time'" have

any meanlng at all in this context?

V}f Our subordlnates ‘may "make great tlme<” bﬁ51ly attendlng meetlngs

rev1ewrng reports d01n0 the thlngs managera do, yet not contrlbutlng 31gn1-

““ficantfy“to Prooram accompllshment Indéed what they are dblng m&y not have

any more meaning than our pilot's ""great time."
Most of us are used to destribing our jobs in terms of finctional
activity statements. We do this for position descriptions. For the purpose

of identifying and measuring effectiveness, we need to see our activities as

means employed to accomplish end results, and measure the end result achieved.

The evaluation of results will tell us if we have chosen the activities that
accomplished the work objective.

When job elements, then, are identified for work situations, they are
stated in terms of results.

Job elements are:

- end results that are observable.

results that can be measured by anyone interested in doing so.

results that are attainable by the person (within the authorlty of

. the p051t10n)

_derlved from the overall organization mission.

$

compatible with and supportive of results assigned to other

organizational components.

7 Approved For Release 2002/01/082'1 CIA-RDP89-01114R000300090015-9




icrlterla for'evaluatlon of Tesults are perfbrnance standards

"and we' need to measure the end resdft achleved' The evaluatlon df fesults w111 o

etc. | o e ol

‘ 'Ae‘ptov.ed Eo{r v.R.elea,se 20'0:2!0 1»/. ’-.Qla;RDESQs01 1..-143999«}009993#5:9: Gy

;f'v>Cr1ter1a must be set fOr measurement of these results :?he established-"“ﬂJ

- L amlTiEs ‘o ‘.-‘_.” ,,: [ S ..'.‘-_A -

(d) Performance Standards (criteria for measuring required results) -

'(Secuon (d) of AWP)

= e -

ness we need to see our act1v1tles as means emponed to accompllsh end results,

tell us if we have chosen the act1v1t1es that accomnllshed the JOb
- A Job ex1sts to contrlbute Some requ1red results to the orcanigation. R
The incumbent is accountable to the organization for those results. Each of
the required results of a position is a job element.
Job elements are end results that are measurable or observable and
attainabie within the authority of the position. They are results that lead
to the accomplishment of the mission because they are compatible with, and
supportive of, results assigned to other organizational components. A job
element may be derived from a functional activity statement by analyzing the

purpose of the activity performed to specify the outcome required.

The incumbent will be held accountable to the organization for those

reqnired results through the performance appraisal process. For each job element

of a job, performance standards must be established to measure accomplishment.

Periormance standards are crlterla fbr dlfferentlatlng sathfactory fnmn '_w
unsatlsfactory Tesults and degrees of accomplishment such as superlor or marglnal.

Standards will be measures of quality, quantity, cost effectiveness, timeliness,

Approved For Release 2002/01/08 :3CIA-RDP89-01114R000300090015-9
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Performance standards shouId present some challenge but they must be
reallstlc in that they are achlevable. When wr1t1ng a performance standard
one may start with the phrase ''performance which fully meets the work

-obJectlves when.™ |

Wﬁlle~1t'134h1gh1y de51rable~to descrlbe the spec1f1c Derformance B
‘rqulrements fbr each performance Ievel as a minimum, the wrltten standards
must contaln enough specrflclty to';onrey cIearIy what is expected for
"performance which meets the work objectives fully'" and to serve as a gauge
’for overall performance which falls short of or exceeds the performance which
fully meets the work objective.'" (See attached AWP examples.)

Since job elements are results, they are observable. Standards express
observations such as "how well," "how much," '"when,'" and "in what way' an
employee must perform in order for his or her performance to be rated.

Some rules of thumb on performance standards are:

° Performance standards can be prepared for all positions. To say

that written standards cannot be prepared is the same as saying

that you can't evaluate performance in that position.

° Don't confuse standards with procedures.

Berspecific.

°7Be sure the standard is observable, and, therefore, documentable.
It is often advisable to state the method of observation.

° Be sure to establish a time frame.

¢ Standards should measure accomplishment in as many of the following

‘ dimensions as appropriate: quality, quantity, timeliness, cost

effectiveness, effect obtained, manner of performance, and method

Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090015-9
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~of doing. This may be measured within the organization or by

- ‘external customer acceptance of the work product.
° Where possible, state standards in terms of degrees of accomplish-

ment, for example: Performance is superior when..., excellent

when, unsatisfactory when...

Interim Progress Reviews (Section (e) of AWP)

@

Tniterim progress reviews will be held with SIS members by supervisors
at least once each six months. Colum (e) of the AWP should reflect the date

FUUSCT OF this review. Attachments ‘should be used for any comments or changes as the
result of this interim discussion. The AWP may need major revision also.

(£) - Annual Evaluation (Section (f) of AWP)

Record annual numerical rating from the Performance Appraisal Report

for each major work objective or responsibility.

ITI. PERFORMANCE APPRAISAL REPORTS (PAR)

- Performance appraisal based upon the Advance Work Plan established at the
beginning and as amended in the course of the evaluation period, is an essential
feature of the SIS. It links the quality of the SIS member's actual performance
against éésigned work objectives and prescribed standards with determinations
of eligiﬁility of the rated individual for a performance award and/or nomination

for a Distinguished or Meritorious Officer Rank Stipend. In addition, the

g@@gi?g quality level of ratings on overall and individual performance in the
PAR will have a direct bearing on the level of performance award and/or rank
stipend that may be recommended and ultimately considered for approval.

~z. _‘Performance appraisals will also be key elements in consideration for promotion,

assignment, retention of membership in the SIS or even continued employment

with the Agency.

Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090015-9
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1. :Tﬁe perfbfmanéé of all members of the SIS will be evaluated on an
annual basis (with special reports as otherwise required) in accordance with
published schedules. The standard Performance Appraisal Report (Form 45) will
"~ be uﬁ}lizéd‘inlghe qvéluatioq of SIS membersﬁﬁith‘phe use of the Advance Work
Plan described herein. R | B

.- 2.~ An overall perfarmance evaluation rating of level 5, 6, or 7 and
individual duties evaluated at no less than level 5, will qualify an SIS
member for consideration of a performance award.

3. An overall performance evaluation rating of level 4 will eliminate the
individual for consideration for any performance awards.

4., An overall performance evaluation of level 3 will only assure the rated
SIS member of retention of basic annual salary level for the initial subsequent
year following a level 3 rating. SIS members in this category must be
counselled by the Head of the Career Service and must participate in a remedial
program developed by the Career Service to assist the individual in overcoming
any deficiencies in his or her performance.

5. Two successive annual overall performance ratings of level 3 or a single
annual overall performance rating of level 2 or 1 require thét the Heads of
Career Service refer the case to the Director of Persomnel with a recommendation
for administrative action. This can include retention in the SIS under closely
observéd prdbation fbr a defiﬁiti?e period of time; removal from the SIS and
reduction to GS-15 level status and compensation; or termination from employment.
The Director of Personnel will recommend to the DDCI the administrative action
tO»bebtakeno

6. All completed Performance Appraisal Reports will be forwarded by the

rating officer together with a recommendation (if applicable based on ratings)
Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090015-9
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for awards for each rated individual through the reviewihg officer to the
Directorate Deputy Director of the organizational component in which they are

a551gned (e 2., regardless of’the Career Service de51gnat10n of the rated

'7.‘ The Deputy Dlrectors an& the Chalrnmn ”E" Serv1ce w111 fbrward the
SIS Performance Appralsal Reports and recommendatlons for awards to “the

Director of Personnel for preparation for DDCI approval.

8. Rated individuals are not to be informed as to whether or not they

are being recommended or considered for performance and/or rank awards.

Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090015-9



POSITION TYPE:

{X) SUPERVISORY :
( ) NON-SUPERVISORY-
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i SENIOR INTCLLIGENCE SERVICE

ADVANCE WORK PLAN (AWP) SeE

SAMPLE

RATING PERIOD:
FROM 1 Oct 79

e

NAME OF EMPLOYEE

a) PRIORITY , ,
: OR RESPONSIBILITIES

-

i {Required Results
(Outputs))

(Criteria for Measuring
Required Results (outputs))

T0 30 Sep 80
STATlNTL POSITION TITLE COMPONENT (Directorate/Office/Sub-Comp) SIS LEVEL - 1
) Attomey/Advisor Ch Office of General Counsel :
() MAJOR WORK OBJEGTIVES ~~~  [(c) ' JOB ELRMINT | (d) PERFORMANCE STANDARD (e)  DATES* (£) ANNUAL PAR

(Interim Pro- EVALUATION

gress Reviews)

LN
J ‘

1 Responsible for recognizing
problems which require resolu-
tion by higher authority and
outlining recommended interpre-
tation based on legal precedents:
and the factual situations atten-
dant with such problems. Recom-
mends litigation.

Client relationship
and litigation pre-
paration:

The recognition of
possible litigation
requitres that the

{attormey maintain
‘fclose contact with
4the client during
.|contract administra-
|tion.

In addition,
the attorney must

|prepate litigation -

altematives or
actions in order to

{adequately protect

the contract rights
of the client.

Performance fully meets work objectives (level 4)

when:
1.

2.

3.

The client is notified of all cases where
litigation is a possibility in time to
anticipate events.

All litigation actions are completed in a
timely fashion, i.e., no litigation fails
for lack of timeliness.

Seventy percent of the recommendations for
litigation action made by the attomey arc
accepted by the attomeys actually cori-
ducting the litigation.

Performance is good (level 5), excellent (6)

or superior (7) when: it exceeds level 4

standard by progressively more significant
results.

RATING OFFICIAL  (Signature and Tate)

I2PLOYEE (Signature and Date)

STATFMENT OF UNDERSTANDING

This is to affirm that I am knowledgeable of the .provi‘sions of the SIS performance appraisal and compensation systems and the relationship of per-

formance evaluation ratings to determinations o
or continued employment with the Agency.

% Usc continuing sheet, if needed.

et A ik PUPPRE ¢

St

IMPLOYELES SIGNATURE

ey

{'my eligibility to be considered for performance awards, rank stipends, retention in the SIS system

Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090015-9
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LR 5. . SENIOR INTELLIGENCE SERVICE : Lo SAVPLE % &
POSITION TYPE: & e ADVANCE WORK PLAN (AWP) RATING PERIOD: | %
{ X} SUPERVISORY FROM_1 Oct 79 Cod
{ ) NON-SUPERVISORY. . . TO 30 s
NAME OF EMPLOYEE POSITION'TITLE COMPONENT (Directorate/Office/Sub-Comp) SIS LEVEL- 1 .
- STATINTL - . :
Attomey/Advisor Ch Office of General Counsel ‘
a) PRICRITY | (b) MAJOR WORK ORJECTIVES ™~ (&)  JOB ELEMENT {(d) PERFORMANCE STANDARD (e) DATES* (£) ANNUAL PAR ‘
X . OR RESPONSIBILITIES |, [(Reguired Resultgl  (Criteria for Measuring_ (Interim Pro- EVALUATION | =
. e f _(Outputs)) Required Results (outputs)) gress Reviews) !
Y , |
o B ENE o ' : l i Performance is acceptable (level 3), marginal

v (Tevel 2) or insatisfactory (level 1) when:
i . it falls short by occasionally, frequently or
. } consistently failing to achieve level 4 st?ndard

)
i
‘.
[
i
i
i

WTING OFFICIAL (Sigpature .and. Date)

I PLOYEE (Signature and Date)i

. STATEMENT OF UNDERSTANDING .
This is to affirm that I am kiowledgeable of theuprovisions of the SIS performance appraisal and compensation systems and thé relationship of per-
formance evaluation ratings;to determinations:of iy eligibility to be considered for performance awards, rank stipends, retention in the SIS system
or continued employment. with:th TICY i :

EMPLOYEES SIGNATURE

(2

*. Use continuing: sheet,

Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090015-9



POSITION TYPE: -

(X) SUPERVISORY
(. ) NON-SUPERVISORY

Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090015-9

NAME OF EMPLOYEE. STATINTL

a) PRIORITY | (b) MAJOR WORK OBJECTIVES

OR RESPONSIBILITIES

1)

POSITION TITLE
Attorney/Advisor. Ch

SENIOR INTELLIGENCE SERVICE SAMPLE
ADVANCE WORK PLAN (AWP) L RATING PERIOD:
[ PRG\T [ !!Et Zg
. T0O 30 Sep 80
COMPONENT (Directorate/Office/Sub-Comp) SIS LEVEL - 1
Qffice of General Coinsel
JOB ELEMENT | (d) PERFORMANCE STANDARD (e) . DATES * (£) AMNUAL PAR

. (Required Results
(Outputs))

(Criteria for Measuring

Required Results (outputs))

(Interim Pro- EVALUATION

2 '| Render opinions and advice to
.clients on:legal matters.

1ilegal advice in the

‘Legal Opinions and
i Advice:

{The client must have
‘available timely

form of written and
ioral legal opinions
iin order to make
iinformed decisions
‘that are in compli-
‘ance with appropriate]
. statutes, regulations|
.and case law.

Performance fully meets work objectives (level 4)

when:

1.

. For contract modifications:

Advice from the attorney was provided in
all instances in a timely fashion that did
not prejudice agency interests by delay.

. All opinions were written and advice was

given to client program managers in a’ form
which they could easily understand.

. Written opinions and oral advice identified

and addressed all legal problems presented
for resolution.

Reviewed
contract modification questions and ren-
dered a legal opinion on each within 15
days in 70% of the cases. For the remain-
ing 30%, rendered an opinion within 20-days.

gress Reviews)

RATING OFFICIAL (Signature and Tate)

i“PLOYEE (Signature and Date)

.

ok STATEMENT OF UNDERSTANDING

This is to affirm that I am knowledgeable of the!provisions of the SIS performance appraisal and compensation systems and the relationship of per-

formance evaluation ratings to determinations o

or continued employmentwith the Agency.

-* Use continuing sheet, if needed:

EMPLOYEES SIGNATUREG

£rmy eligibility to be considered for performance awards, rank stipends, retention in the SIS system

&)

Approved For Release 2002/01/08 : CIA-RDP89-01114R000300090015-9
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SENIOR INTELLIGENCE SERVICE

SAMPLE

POSITION TYPL: ADVANCE WORK PIAN (AWP) RATING PERIOD: E
(X) SUPERVISORY FROM_1 Oct 79
NON-SUPERVISORY [
() No R TO 30 Sep 80 |
NAME OF EMPLOYEE STATINTL POSITION TITLE COMPONENT (Directorate/Office/Sub-Comp) SIS LEVEL- 1 i ;
] N Attomey/A&visor Ch ' Office of General Cownsel nl ;
a) PRICRITY | (b) MAJOR WORKOBJECTIVES™ ™ ' |(c) = JOB ELEMENT (d)  PERFORMANCE STANDARD (e) DATES* (£) ANNUAL PAR f
. . OR RESPONSIBILITIES .. (Required Results (Criteria for Measuring (Interim Pro- EVALUATION | .
L . i ) .. (Outputs)) Required Results (outputs)) gress Reviews) :
) . ,
Performance is good (level 5), excellent {level :
6), or superior (level 7) when: it exceeds ;
level 4 standard by progressively more signifi- i
cant results.
Performance is acceptable (level 3), marginal
(level 2}, or wnsatisfactory (level 1) when: !
it falls short by occasionally, frequently or :
consistently failing to achieve level 4 standard. i
)

RATING OFFICIAL - (Signature and Date)

I2PLOYEE  (Signature and Date)

formance evaluation ratings to determinations of
or continued gmployment With the Agency. = -

* Use continuing sheet, ifireeded. !

STATEMENT OF UNDERSTANDING

This is to affim that I am Imotledgeable of thegs‘pfcrvisions of the SIS performance appraisal and compensation systems and

BPLOYEES SIGNATURE

O]

the relationship of per-

fy eligibility to be considered for performance awards, rank stipends, retention in the SIS system
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RATING PERICD:
FROM 1 Oct 79

ADVANCE WORK PLAN (AWP)

(X)  SUPERVISORY
oty ARy :
() NON-SUPERVISORY ' TO 30 Sep 8
NAME OF BMPLOYEE STATINTL POSITION TITLE COMPONENT (Directorate/Office/Sub-Comp) SIS LEVEL - 1
— ' Chief, Procurement Branch DDA/Office of Logistics
(a) PRICRITY { (b) MAJOR WORK OBJECTIVES "7} (c) JOB ELEMENT {(d) PERFOPMANCE STANDARD (e) DATES * {(£) ANNUAL PAR
i -OR RESPONSIBILITIES (Required Results) (Criteria for Measuring (Interim Pro- EVALUATION
: - (Outputs)) Required Results (outputs)) gress Reviews) N

1 The quality of items delivered
- '| to agencies must be improved:: '

Procurement item
quality (quality
of procured items
as measured by con-
tract specifications

Performance fully meets work objectives (level 4)
when: }

By the end of the first year with no more than
an additional 10% increase in direct quality
assurance monitoring cost:

A. For procured items with a per wnit cost of
less than $500, quality deficiencies occur
less than 10% but no more than 8% of the
contracts.

B. For procured items with a per unit cost of
from $500 to $2500, quality deficiencies
occur in less than 24% but no more than
20% of the contracts.

C. For procured items with a per unit cost in
excess of $2500, quality deficiencies occur
in less than 13% but no more than 10% of
the contracts. ’

RATING OFFICIAL (Signature and Tate)

>PLOYEE  (Signature bax‘l,d Date)

This is to affirm that'I am knowledgeable off' the provisions
'of T eligibility to be considered for performance awards, rank stipends, retention in the SIS system

. formance evaluation ratings to determinati
or continued employment with the Agency.

[ *Usc continuing sheet, if nceded.

STATEMENT OF UNDERSTANDING
of the SIS performance appraisal and compensatitn systems and the relationship of per-

EMPLOYEES SIGNATURE

@
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L ® Use continuing sheet, if needed.
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SENIOR INTELLIGENCE SERVIGE
ADVANCE WORK PLAN (AWP)

SAMPLE

RATING PERIOD:
FROM 1 Oct 79

NAME OF EMPLOYEE

a) PRIORITY

OR RESPONSIBILITIES =

i % o i

.. (Required Resulty

(Criteria for Measuring
(Outputs))

Required Results (outputs))

N

: TO 30 Sep 80
STATINTL POSITION TITLE COMPONENT (Directorate/Office/Sub-Comp) SIS LEVEL- 1
) Chief, Procurement Branch DDA/Office of Logistics
(b) MAJOR WORK OBJECTIVES ~"""|(c)  JOB ELEMENT |(d) PERFOPMANCE STANDARD (¢) DATES * (f) ANNUAL PAR

(Interim Pro- EVALUATION

gress Reviews)

Performance is good (level 5), excellent (level6)

or superior (level 7) when: it exceeds level 4
standard by progressively more significant
results,

Performance is acceptable (level 3), marginal
(level 2) or unsatisfactory (level 1) when:

it falls short by occasionally, frequently or
constantly failing to achieve level 4 standard.

RATING OFFICIAL (Signature and Date)

[MPLOYEE  (Signature and Date)

STATEMENT OF UNDERSTANDING

This is to affirm thé.‘t“l'am_}moivledgeable of 'the provisions of the SIS performance appraisal and compensation systems and the relationship of per-
- formance evaluation ratings to determinations:of my eligibility to be considered for performance awards, rank stipends, retention in the SIS system

or continued employment with the Agency.

BMPLOYEES SIGNATURE

(2
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